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EXECUTIVE SUMMARY  

 

The Annual Accountability Sub-Report on Diversity at the University of California is presented 

to the Committee on Academic and Student Affairs. The report is prepared as part of ongoing 

efforts to ensure greater accountability across the UC system and utilizes data contained in the 

Accountability Report at the University. http://accountability.universityofcalifornia.edu/2018   

 

The September 2018 report provides an overview of faculty diversity trends and outcomes. It 

also includes a discussion of methods and practices to advance faculty diversity at a more rapid 

and consistent rate. Key findings include the following:  

 

¶ UCôs composition of women and persons from underrepresented groups (URG)1 compares 

favorably to the ñComparison 8ò group, i.e., a peer group of four public and four private 

research institutions.  

¶ Recent hires of ladder-rank and equivalent faculty (LRE) are significantly more diverse than 

incumbent faculty. In the last year, 44.1 percent of new hires were women and 17.1 percent 

were from URGs. 

¶ The percentage of LRE women faculty has increased steadily so that currently, one in three 

faculty (33.5 percent) are women.  

¶ UC has experienced more gradual increases in the racial/ethnic composition of its faculty; 

faculty from domestic and international URGs currently make up ten percent of UC ladder-

rank faculty. UC has also seen an increase in international faculty (including all 

races/ethnicities and disciplines) since 2000. 

¶ The gender and racial/ethnic composition of faculty vary greatly by discipline. The 

percentage of both women and URG faculty in non-STEM disciplines greatly outpaces the 

representation of women and URG in STEM disciplines. 

¶ Recent successes in gender and racial/ethnic diversity can be attributed in part to significant 

UC investment in promising practices in developing the academic pipeline, and in faculty 

recruitment and retention, including the efforts of the Advancing Faculty Diversity grants 

and the Presidentôs Postdoctoral Fellowship Program.  

                                                           
1 Underrepresented groups include African American, American Indian, and Hispanic/Latino(a).  

http://accountability.universityofcalifornia.edu/2018
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¶ UC is taking active steps to strengthen and extend these successful programs.  

 

BACKGROUND  

 

The University of Californiaôs distinguished faculty serve as a rich source of innovation, 

discovery, intellect, and mentorship. They provide top-quality education to UC students, develop 

groundbreaking research, and serve California communities. Some of their highest impact work 

is in collaboratively creating undergraduate, masterôs, and doctoral programs of world-class 

quality. In addition to the engagement and learning that comes from interaction with diverse 

peers, a diverse faculty can enhance innovation and improve educational outcomes; these faculty 

members shape and define the curriculum and the research agenda of their disciplines.  

 

Academic performance and career aspirations are enhanced when students have faculty of 

similar backgrounds who can serve as role models. The validation of studentsô experiences and 

struggles by faculty of the same race/ethnicity and gender builds self-confidence and self-esteem 

among students and helps UC produce the next generation of academic leaders. Moreover, 

teaching, scholarship, research, creativity, innovation, and service flourish when all members of 

the community are welcomed, supported, and respected. Removing the barriers that prevent 

active participation of all qualified faculty is critical to developing an educated workforce with 

the values, creativity, culture, and perspectives to provide solutions to the challenging problems 

of the 21st century. 

 

While Proposition 209 and related case law limits the use of numerical targets or goals and other 

preferential treatment based on gender or racial/ethnic identity, UC aspires to recruit and retain 

faculty that meet or exceed national availability pools while at the same time advancing UCôs 

global reputation and standing in research, teaching, and public service. 

 

UC Faculty Diversity Trends and Outcomes 

 

The following sections summarize UC faculty diversity trends and outcomes. 

 

Ladder-rank faculty are less diverse overall, especially in comparison to undergraduate and 

graduate student populations  

 

Students from underrepresented groups (URGs) make up 28.7 percent of UC undergraduates, 

12.8 percent of graduate academic students, and 16.2 percent of graduate professional students, 

while URG faculty make up ten percent of ladder-rank faculty (Figure 1). Women make up one-

third (33.5 percent) of ladder-rank faculty, compared to just over 53.4 percent of undergraduates, 

42.5 percent of graduate academic, and 53.8 percent of graduate professional students. 

 

This report focuses on the ñcoreò faculty (tenured/tenure-track or LRE). These LRE faculty have 

the primary responsibility for the delivery of instruction and the supervision of research. They 

are also responsible for admissions and curriculum. Compared to the student population, a higher 

proportion of LRE faculty identify themselves as white or as international citizens.  
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Figure 1: Racial/Ethnic Distribution of Students and Ladder-rank Faculty, University-wide,  

Selected Years Fall 2005 to 2017 

 
Source: UC Accountability Report 2018. Undergraduates include approximately 300 post-

baccalaureate teaching credential students. ñTwo or moreò are included in unknown/other 

category. 

 

UCôs faculty diversity compares favorably to peer institutions 

 

The proportion of women and persons from URGs among tenured and tenure-track UC faculty 

compares favorably to the ñComparison 8ò group, UCôs standard comparative peer group of four 

public and four private research institutions. With one-third women faculty, one-tenth URG 

faculty, and just over four percent women URG, UC stands ahead of most institutions with the 

exception of Yale (34.8 percent women faculty) and Illinois (10.5 percent URG and 4.7 percent 

women URG) as shown in Figure 2. These comparisons, though favorable, are nothing of which 

to be proud.   
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Figure 2: Faculty Diversity ï Comparison with Peer Institutions, Fall 2016

 
Source: IPEDS, Fall 2016.  

 

Gradual increases in racial/ethnic diversity among UC Faculty 

 

UCôs faculty has experienced gradual increases in racial and ethnic diversity among all three 

categories of faculty, as shown in Figure 3 below. Among ladder-rank faculty, the percentage of 

faculty from domestic URGs (African American, Hispanic/Latino(a), and American Indian) has 

increased from 5.3 percent to 7.7 percent between 2000 and 2017; domestic Asian/Pacific 

Islander/Native Hawaiian has increased from 5.8 percent to 9.3 percent; and domestic White has 

decreased from 69.8 percent to 56.6 percent. Reflecting the global reach of UC, LRE faculty who 

are classified as International, regardless of race/ethnicity, have increased from 18.9 percent to 

23.7 percent between 2000 and 2017; these averages include all disciplines.  

 

Figure 3 also shows that the percentage of clinical/in-residence/adjunct faculty from domestic 

URGs increased slightly from 5.4 percent to 6.5 percent between 2000 and 2017; during this 

same period the percentage of URG lecturers has remained relatively constant at about eight 

percent. 
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Figure 3: Racial/Ethnic Diversity among UC Faculty (all ranks) 

 

Ethnic Origin Groups 
Domestic/ 

International  

Ladder-rank 

Faculty and 

Equivalent 

Clinical/ In -Residence/ 

Adjunct  Faculty 
Lecturers 

Oct 2000 Oct 2017 Oct 2000 Oct 2017 Oct 2000 Oct 2017 

Black/ African/ African 

American 

Domestic 2.0% 2.6% 2.3% 2.1% 3.0% 2.6% 

International 0.3% 0.4% 0.2% 0.2% 0.3% 0.3% 

American Indian 
Domestic 0.3% 0.5% 0.1% 0.2% 0.5% 0.4% 

International 0.0% 0.0% 0.0% 0.0% 0.0% 0.1% 

Hispanic/ Latino(a) 
Domestic 3.0% 4.6% 3.0% 4.2% 4.1% 5.2% 

International 1.3% 1.9% 1.3% 1.0% 1.7% 1.1% 

Asian/ Pacific Islander/ 

Native Hawaiian 

Domestic 5.8% 9.3% 12.5% 22.9% 6.2% 9.5% 

International 4.9% 7.6% 4.6% 5.7% 4.7% 4.8% 

White 
Domestic 69.8% 56.6% 65.4% 51.7% 70.2% 59.6% 

International 12.3% 12.5% 10.0% 7.1% 7.4% 5.7% 

Two+/ Other/ Unknown 
Domestic 0.2% 2.8% 0.6% 3.7% 1.4% 8.8% 

International 0.1% 1.3% 0.1% 1.0% 0.4% 1.9% 

 

2017 Headcounts ï All faculty series: 

  URG Total 

Domestic 1,674 18,374 

International 415 4,314 

Source: UC Corporate Personnel System 
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Recent ladder-rank faculty hires are more diverse 

 

As shown in Figure 4, the recent hires of LRE faculty are more diverse in terms of race/ethnicity 

than among incumbent faculty. In the most recent year for which data are available, URG faculty 

made up 17.1 percent of all LRE new hires, compared to only ten percent of incumbent faculty. 

The overall trend shows a moderate but steady increase in the hiring of URG faculty in the last 

three years (15.2 percent to 17.1 percent URG). Given that tenure-track and tenured faculty tend 

to remain with the University for long, productive careers, it is expected that it may take several 

more years for the full impact of these recent hires to be reflected in the diversity of the faculty 

population as a whole. 

 

Figure 4: Racial/Ethnic Diversity among New Ladder-rank Faculty Hires (all ranks) 

 
** Due to small numbers, American Indian/Native American includes Domestic and International 

Source: UC campus Academic File records of new faculty hires and UC Corporate Personnel System 
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UC hiring meets or exceeds national availability pool of underrepresented doctorate-degree 

recipients 

 

UCôs hiring of underrepresented faculty varies among broad disciplinary groups, and exceeds or 

nearly meets the national availability of doctorates in these groups. Between 2012 and 2016, 

URGs accounted for 12.2 percent of nationwide new doctoral degree recipients and 16.4 percent 

of UCôs new assistant professor hires. Some disciplines exhibit greater success in hiring efforts 

at UC than others, relative to the availability pools in their field. These availability and hiring 

patterns by discipline help explain some of the variation in diversity by disciplines among UCôs 

overall LRE faculty. With the exception of Life Sciences, all disciplines are surpassing the 

national availabilities of underrepresented candidates when it comes to the hiring of new 

assistant professors.  

 

Figure 5: Underrepresented new assistant professors  

compared with national availability, by discipline 

 

Source: Survey of Earned Doctorates (domestic and international PhD recipients from U.S. universities from 2012 to 

2016); campus submissions of UC Academic File records of new faculty hires, UC Corporate Personnel System 
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Faculty racial/ethnic diversity varies by discipline 

 

Another approach to understanding the diversity of ladder-rank faculty is through broad 

disciplinary groups, as shown in Figure 6. Certain disciplines exhibit higher ethnic diversity than 

others. Figure 6 shows relatively constant percentages of LRE faculty from domestic 

underrepresented racial/ethnic groups in the Science, Technology, Engineering, and Mathematics 

(STEM) disciplines and more rapid increases across Arts and Humanities, Social Sciences and 

Professional Fields. 

 

Figure 6: Racial/Ethnic Diversity by Discipline:  UC Ladder Rank Faculty and Equivalent: 

2001-2016 

 
Source: UC Corporate Personnel System 

 

One-third of  ladder-rank faculty are women 

 

Since the turn of the 21st century, gender diversity has increased for all three categories of UC 

faculty: ladder-rank and equivalent (LRE); Clinical/In-Residence/Adjunct faculty; and lecturers. 

For example, the proportion of women LRE faculty has grown from 23.3 percent in 2000 to 

33.5 percent in 2017. The percentage of women in the Clinical/In-Residence/Adjunct faculty 

series, which are utilized predominately in health sciences and professional schools, has grown 

from 34.7 percent to 46.6 percent during the same period. And among Lecturers, 50.8 percent are 

women, a percentage that has remained consistent since 2000. (See Figure 7.) 

  


